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This study aims to explain the effect of organizational justice on job 
satisfaction and organizational citizenship behavior. The technique used to test 
the research hypothesis used Structural Equation Modeling (SEM) analysis 
techniques using SMARTPLS assistance, using IBM SPSS Statistics 22, and 
65 respondents in this study, taken using Purposive Sampling techniques. The 
results of the study show that (1) distribution justice has a positive and 
significant effect on job satisfaction. (2) procedural justice has a positive and 
not significant effect on job satisfaction. (3) interactional justice has a positive 
and not significant effect on job satisfaction. (4) justice distribution has a 
positive and insignificant effect on organizational citizenship behavior. (5) 
procedural justice has a positive and insignificant effect on organizational 
citizenship behavior. (6) interactional justice has a positive and insignificant 
effect on organizational citizenship behavior. (7) job satisfaction has a positive 
and significant effect on organizational citizenship behavior. 
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1.  Introduction 
 
George & Bettenhausen (1990), prove the relationship of organizational effectiveness with OCB with the argument 
that OCB can improve company performance by providing a positive impact on the social situation of the organization, 
minimizing friction, and increasing company efficiency. Podsakoff & Mackenzie (1997), revealed that when an 
employee helps his coworkers, it can increase employee productivity. 
In order for an employee to do OCB to the fullest, it can be influenced by several conditions. Research by Jehad et 
al., (2011), correlate job satisfaction with OCB and it was found that job satisfaction was positively and significantly 
correlated with OCB, especially in the dimensions of conscientiousness, sportsmanship, and civic virtue, but positively 
and not significantly correlated with the dimensions of courtesy and altruism. This shows that when employees are 
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satisfied because the company is attentive and cares about personal growth, development, and progress in their work, 
employees will reciprocate by showing positive attitudes and behaviors that will benefit their organization in general 
rather than to certain individuals in the organization. 
On the other hand, Rad and Yarmohammadian in Al-zu'bi (2010), mention that an organization cannot succeed 
without the hard work and commitment of its employees. Job satisfaction and employee work performance are the 
main keys that affect company performance. One of the factors that influence job satisfaction is organizational justice, 
which is defined as individual perceptions and reaction attitudes towards the perceived justice of the treatment of the 
organization (Al-zu’bi, 2010). 
So it can be concluded based on the above research, that organizational justice plays an important role in job 
satisfaction that can lead to OCB for employees. 
Gul & Ince (2011), state that the main administrative instruments in organizations to foster employee loyalty are 
management systems based on justice. Oreg & Dam (2008), examined the relationship between organizational justice 
and organizational change. To be able to withstand very rapid environmental changes, an organization needs to develop 
major changes such as mergers, layoffs, product innovation, the application of new technology systems. These changes 
occur, have a profound effect on each individual in the organization, and result in strong reactions that can hinder the 
process of change which ultimately affects the outcome of the company and also employees. Under these conditions, 
perceptions of justice play a very important role. Employees' perceptions of the justice of the changes made, may affect 
their cooperation with the changes themselves and their assessment of the parties responsible for the change decisions. 
Colquitt et al., (2001), divide organizational justice into 3, namely distribution, procedural and interactional justice 
(which consists of interpersonal and informational). Cropanzo and Greenberg in Gul (2011), define organizational 
justice as perception and evaluation of compliance with organizational practices and related to processes and outcomes. 
Another definition expressed by Folger and Cropanzano in Van Dam (2008), which states that organizational justice 
is a condition of employees that makes individuals inside believe it has been treated fairly or unfairly.  
Some studies say, that the theory of organizational justice arises based on Adams' equity theory (Gul & Ince, 2011), 
according to this theory that an individual in an organization tends to always compare the efforts and benefits they get 
with other individuals. If employees feel treated fairly by the company, then they will give a reward to the company 
by doing Organizational Citizenship Behavior (Erkutlu, 2010). 
Altinkurt & Yilmaz (2012), conducted a study of the relationship between organizational justice, organizational 
trust and Organizational Citizenship Behaviors in Turkey. The results of this study indicate that organizational justice 
has a positive effect on Organizational Citizenship Behavior. In line with this study, the same results were also found 
in Gul and Ince's (2011), Erkutlu (2010) study, which added variable organizational culture as a moderating role in the 
relationship between organizational justice and OCB. 
In some literature, organizational justice is a determining factor for several company outcomes, including job 
satisfaction, organizational commitment, trust, authority evaluation, Organizational Citizenship Behavior (OCBs), 
withdrawal, Negative Reaction and performance (Colquitt et al., 2001). The positive relationship between 
organizational justice and job satisfaction is found in research, among others (Colquitt et al., 2001; Al-Zu’bi, 2010; 
Finch & Campbell, 2004). 
 
Literature Review 
Some studies divide organizational justice into 3 dimensions, namely distribution, procedural, and interactional 
justice (Aslam et al., 2006; Bakhsi & Kumar, 2009; Al-Zu’bi, 2010; Al-tahayneh, 2014). In Al-tahayneh's (2014) study 
conducted on physical education teachers in Jordan, justice distribution was ranked third (after interactional justice 
and procedural justice) as predictors of job satisfaction. Another study that shows distribution justice as a predictor of 
weak job satisfaction is Kwaitt et al., (2010). Based on these two studies, distribution justice was found to be positively 
correlated with job satisfaction, but not always a good predictor of job satisfaction. Different results were found in the 
study of Bakhsi and Kumar (2009) conducted on employees at the University of medicine and research conducted by 
McFarlin & Sweeney (1992), found fair distribution was the best predictor of job satisfaction. 
H1: Justice distribution has a positive and significant effect on job satisfaction 
According to Brockner & Weisenfeld (1996), procedural justice will be felt more important when the 
outcome/outcome is felt to be unprofitable. Many studies have shown that procedural justice is a good predictor of job 
satisfaction, such as Sareshkeh et al., (2012), find procedural justice directly influences satisfaction with coworkers 
and supervisors, Lotfi & Pour (2012), find only procedural justice can be a predictor of job satisfaction, Kwaitt et al., 
(2010), found that procedural justice is a better predictor of job satisfaction rather than distribution justice, but Bakhsi 
& Kumar (2009), found that procedural justice has no relationship with job satisfaction. 
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H2: Procedural justice has a positive and significant effect on job satisfaction 
Interactional Justice is concerned with the quality of relations between superiors and subordinates. Al-tahayneh 
(2014) and Halim et al., (2011), who conducted research on teachers showed that interactional justice is the best 
predictor of job satisfaction. Sareshkeh et al., (2012), proved that interactional justice directly affects satisfaction with 
colleagues and supervisors, while Lotfi & Pour (2012), did not find a relationship between interactional justice and job 
satisfaction. 
H3: Interactional Justice has a positive and significant effect on job satisfaction 
Jafari & Bidarian (2012), conducted research at the Islamic Azad University in Iran found a weak relationship 
between fair distribution and OCB, and no differences were found between men and women. The results of other 
studies indicate a strong and positive relationship between distribution justice and OCB, namely: Gilaninia & 
Abdesonboli (2011); Chegini (2009); while Arjmand & Asgari (2011), found no significant relationship between 
equity distribution and OCB. 
H4: Distribution Justice has a positive and significant effect on Organizational Citizenship Behavior 
Procedural justice is about an individual's perception of the fair/not procedure/method used for a decision made. 
Arjmand & Asgari (2011), found a significant relationship between procedural justice and OCB, the higher the justice 
perceived by an employee, the higher the OCB level of the employee. 
H5: Procedural Justice has a positive and significant effect on Organizational Citizenship Behavior 
The interactional justice dimension is the relationship between employees and their superiors. Jafari & Bidarian 
(2012) and Arjmand & Asgari (2011), studies in Iranian universities prove that interactional justice does not have a 
significant relationship with OCB, this is because OCB employees are more influenced by social and cultural factors 
and religious norms in Iran rather than boss and subordinate relations. Different results were found in Gyninia & 
Abdesonboli (2011), studies which conducted research at Rasht Government Hospital, which showed that interactional 
justice had a significant relationship with OCB. 
H6: Interactional Justice has a positive and significant effect on Organizational Citizenship Behavior 
The meta-analysis conducted by Organ & Ryan (1995) in 28 studies found a correlation between job satisfaction 
and OCB, then re-examined in 1997 by an organ that connected moral and OCB. The moral is measured from 4 
dimensions, namely job satisfaction, justice, commitment, and leadership. While OCB is measured from two 
dimensions, namely helping and compliance dimensions. The study found that employee morale had an effect on OCB, 
where the dimensions of job satisfaction were the most influential dimensions of morality, followed by justice. Job 
satisfaction is the best single indicator for OCB (Organ et al., 2006). 
H7: Job satisfaction has a positive and significant effect on Organizational Citizenship Behavior. 
 
 
2.  Materials and Methods 
 
The population in this study were 65 employees working at PT XYZ in Bali. In 2017 there were 65 permanent 
employees in the Bali region due to the small population, so in this study saturated sampling techniques were carried 
out, ie all population numbers were used as samples. The instrument used in this study was a questionnaire with a 
Likert scale. The data analysis technique uses Structural Equation Modeling (SEM) analysis techniques using 
SMARTPLS assistance. 
 
 
3.  Results and Discussions 
 
Goodness of fit structural models on the inner model are tested using values predictive - relevance (Q2). R2 value 
of each endogenous variable in this study can be seen in Table 1. 
 
Table 1 
R2 Value 
 
Endogenous R-Square 
Job Satisfaction 0,976 
Organizational Citizenship Behavior (OCB)  0,985 
Primary Data, 2018 
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Predictive value - relevance is obtained by the formula: 
Q² = 1 - (1 - R1²) (1 - R2²) 
Q² = 1 - (1 - 0.976) (1- 0.985) 
Q² = 1 - (0.025) (0.015)  
Q² = 0.9996 
 
The above results indicate predictive - relevance value of 0.9996, this value is> 0. So that it can be interpreted that 
99.96% of the variation in the variable is explained by the variables used in the model. The remaining 0.04% is 
explained by other factors outside the model. With this result, it can be concluded that this model has relevant predictive 
values. 
Table 2 
 Partial least square testing result 
 
  
Original 
Sample (O) 
T Statistics 
(|O/STDEV|) 
P 
Values 
Description 
Dist. Justice -> Satisfaction 0.445 2.037 0.042 Sig. 
Dist. Justice -> OCB 0.161 0.896 0.731 Not. Sig 
Inter. Justice -> Satisfaction 0.162 0.709 0.479 Not. Sig 
Inter. Justice -> OCB 0.074 0.325 0.746 Not. Sig 
Proc. Justice -> Satisfaction 0.383 1.672 0.095 Not. Sig 
Proc. Justice  -> OCB 0.056 0.317 0.751 Not. Sig 
Satisfaction ->      OCB 0.705 6.17 0 Sig. 
Primary Data, 2018 
 
The Effect of distributive justice on job satisfaction 
The results of data analysis statistically show that fair distribution has a positive and significant effect on job 
satisfaction, this means that salary levels, work schedules, job loading and overall reciprocity of the company play a 
significant role in employee job satisfaction. The largest outer loading value in the distribution justice variable is a fair 
workload indicator with a value of 0.840. This shows that the indicator reflects the construct of Justice Distribution. 
In line with the results of this study, Bakhsi & Kumar's (2009), the study of employees at the University of Medicine 
and research conducted by McFarlin & Sweeney (1992), found distribution justice to be the best predictor of job 
satisfaction. 
 
The Effect of procedural justice on job satisfaction 
The results of statistical data analysis showed that procedural justice had a positive and not significant effect on job 
satisfaction. The biggest outer loading value in procedural justice variables is the indicator "to make my boss's decision 
to collect accurate and complete information" with a value of 0.881. This figure shows that the indicator reflects the 
construct of procedural justice. Positive and insignificant relationships show more accurate information, so it does not 
affect the level of job satisfaction. This is due, things that relate to work decisions have operational standard procedures 
that apply throughout Indonesia. The results of this study are in accordance with the results of previous studies in 
which Bakhsi & Kumar (2009), found that procedural justice did not have a relationship with job satisfaction. 
 
The effect of interactional justice on job satisfaction. 
The results of statistical data analysis show that interactional justice has a positive and not significant effect on job 
satisfaction. The largest outer loading value in interactional justice variables is an indicator when a decision is made 
related to work by showing the rights as employees with a value of 0.885. This means that when a decision is made 
related to work by showing the rights as employees, it does not affect the level of job satisfaction. The existence of 
SOPs and regulations that apply in BPJS Employment, causing interactional justice does not have a significant effect 
on job satisfaction. The results of this study are consistent with the results of previous studies in which Lotfi & Pour 
(2012), did not find an association between interactional justice and job satisfaction. 
 
The Effect of distributive justice on organizational citizenship behavior (OCB) 
The results of statistical data analysis showed that fair distribution had a positive and insignificant effect on 
organizational citizenship behavior (OCB). The largest outer loading value in the distribution justice variable is a fair 
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workload indicator with a value of 0.840. This means that the fairer the workload is given, it does not affect 
organizational citizenship behavior (OCB). The fact that happened in the field, OCB has become a daily part of BPJS 
Employment employees. The high number of participation makes employees automatically implement OCB. The 
results of this study are consistent with the results of a previous study in which Jafari & Bidarian (2012) conducted 
research at the Islamic Azad University in Iran found a weak relationship between fair distribution and OCB, and no 
differences were found between men and women. The results of other studies indicate a strong and positive relationship 
between distribution justice and OCB in a study conducted by Gilaninia & Abdesonboli (2011); Chegini (2009); while 
Arjmand & Asgari (2011), found no significant relationship between distribution justice and OCB. 
 
The Effect of procedural justice on organizational citizenship behavior (OCB). 
The results of statistical data analysis showed that procedural justice had a positive and insignificant effect on 
organizational citizenship behavior (OCB). The biggest outer loading value in procedural justice variable is an 
indicator that makes accurate information to make a decision with a value of 0.881. This means that the more accurate 
the information, then it does not affect organizational citizenship behavior (OCB). The results of this study contradict 
the results of previous studies in which Arjmand & Asgari (2011), found a significant relationship between procedural 
justice and OCB, the higher the justice felt by an employee, the higher the OCB level of employees. 
Effect of interactional justice on organizational citizenship behavior (OCB) 
The results of statistical data analysis show that interactional justice has a positive and insignificant effect on 
organizational citizenship behavior (OCB). The largest outer loading value in interactional justice variables is an 
indicator when a decision is made related to work by showing the rights as employees with a value of 0.885. This 
means that when a decision is made related to work by showing the rights as employees, it does not affect 
organizational citizenship behavior (OCB). BPJS employment employees are well aware, that in providing services to 
participants, it does not depend on whether or not the relationship is built with the boss. The results of this study are in 
accordance with the results of previous studies in which Jafari & Bidarian (2012) and Arjmand & Asgari (2011), in 
Iranian universities proved that interactional justice did not have a significant relationship with OCB. 
The Effect of job satisfaction on organizational citizenship behavior (OCB). 
The results of statistical data analysis show that job satisfaction has a positive and significant effect on 
organizational citizenship behavior (OCB). The biggest outer loading value in the job satisfaction variable is an 
indicator satisfied with the work with a value of 0.884. This means that more satisfied with the work, then it affects 
organizational citizenship behavior (OCB). An employee who is satisfied with his job, generally feels comfortable in 
the agency, causing a sense of loyalty and willingness to do extra things that are more than just his job. The results of 
this study are in accordance with the results of previous studies in which Organ & Ryan (1995), in 28 studies found a 
correlation between job satisfaction and OCB. 
 
 
4.  Conclusion 
 
The results of data analysis statistically show that fair distribution has a positive and significant effect on job 
satisfaction. Based on the description of the respondent's answer to the equity distribution variable, the "overall 
reciprocity I receive here is fair" indicator and "I am entitled to my job responsibility is fair", showing the lowest value. 
Thus, it is recommended for the management of the company to pay more attention to the overall reciprocity that 
employees get and the justice of the work responsibilities of employees to be able to maximize the level of distribution 
justice for employees so as to maximize the level of employee job satisfaction. 
The results of statistical data analysis show that job satisfaction has a positive and significant effect on 
organizational citizenship behavior (OCB). Based on the description of the respondent's answer to the equity 
distribution variable, the indicator "I am satisfied with the award I got for what I have done", shows the results with 
the lowest value. Thus, it is recommended for the management of the company to be able to provide some form of 
appreciation for the achievement of work performed by employees to be able to maximize the level of job sat isfaction 
so as to maximize the level of organizational citizenship behavior (OCB) employees. 
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